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research is to identify the dimensions and components that influence the compensation of
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managers in the automotive industry and to provide appropriate strategies. The study followed
a mixed approach. The qualitative phase was conducted using a thematic analysis method,
semi-structured interviews, and a theoretical saturation method with 14 experts. Quantitative
data were collected and analyzed through a researcher-made questionnaire, whose content
validity was confirmed. The statistical samples were formed by the managers of automobile
factories with more than ten years of managerial work experience in this industry. The findings
of this research in the first stage of the 7 strategic reference points for the compensation of
managers include: 1. Managerial responsibility, 2. Collective performance, 3. Skill, knowledge,
and competence, 4. Ability to recognize the issue and solve the problem, 5. Spiritual payment,
6. Decision making, and 7. Incentive payments. In the second stage, the findings regarding the
provision of compensation strategies for the services of managers based on the identified
reference points in each of the management levels include: 1. Payment strategy based on the

Keywords: type of work or occupation (occupation-oriented), 2. Performance-oriented strategy service
Human resources compensation (based on collective performance), 3. Skill or employee-oriented strategy (merit-
management, Strategic based) service compensation, 4. Spiritual payment strategy, and 5. Complementary payment
reference points, service strategy (competitive).

compensation strategy,

Managers

Extended abstract are the optimal strategies for compensating the

services of managers in automobile companies?
1. Introduction
The automobile industry is one of the most
important areas of employment and economic
prosperity after oil and gas; it is a key factor in
economic issues and has a very intense level of
competition. In this situation, companies may try
to improve their compensation conditions and
pay special attention to them to keep their
managers. Therefore, paying attention to the
compensation of managerial levels in the
automobile industry can be effective for the
distinctive ~ competencies,  interests  and
attachments of managers, and the discovery of
new opportunities for the overall performance of
the organization. The purpose of the present
research is to identify the dimensions and
components affecting the compensation of
managers in the automotive industry and to
provide appropriate strategies for each of the
management levels based on the strategic
reference points model. In other words, this
study seeks to answer this central question: what

2. Research Methodology

This research followed a mixed approach. The
first stage of the research was qualitative and
thematic analysis was used. The data collection
method was done using an open and in-depth
interview conducted with 14 experts in a
purposeful and judgmental manner. The data
were analyzed using a three-step coding method.
A manual method was also used to analyze the
collected data. In the second stage, the research
was quantitative; the data was collected in the
quantitative section through a researcher-made
questionnaire based on 23 strategic reference
points in the qualitative section. They were
selected from stratified random sampling or non-
probability quota sampling to fit the model. To
determine the sample size, Cochran's formula -
Karjesi and Morgan's table was used. First, with
the help of a one-way analysis of variance, the
research variables were compared according to
management levels, and then, with the help of
the correlated t-test, the research variables were
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compared in two existing and desirable
situations for all strategic reference points. In the
end, with the help of Friedman's test, reference
points were prioritized in general and separately
by management levels.

3. Results

In the first stage of this research, the seven codes
of the first row, which were more frequent, were
selected as the final reference point for the
compensation of managers. In the second stage,
after the statistical analysis, the importance and
priority of each reference point were determined
from the eyes of the automotive industry
experts. Therefore, based on the mentioned
seven reference points and using Bamberger's
five contingent factors and indicators of the
importance of strategic reference points from the
eyes of experts using the results of Friedman's
test, managers' job levels, and finally, comparing
the existing and desired conditions with the help
of the correlated t-test, the five strategies of
compensation for the services of managers were
determined.

4. Conclusion

The seven designated reference points and the
effective contingent factors in the design of
Bamberger service compensation  system

strategies are the basis and criteria that can be
used to determine the service compensation
strategy related to the same reference point
according to each management level. Therefore,
the following strategies were determined based
on the seven reference points obtained and using
the five contingency factors of Bamberger:

Payment strategy based on the type of work
or job  (job-based), performance-based
compensation strategy (based on collective
performance), skill-based or employee-based
strategy  (merit-based), spiritual  payment
strategy, and supplementary payment strategy
(competitive).
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